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CHAPTER-I
INTRODUCTION

Since the end of the world War [1 and during the decolonization
period a radical change has been brought about in the objectives of
the governments in many countries. The concept of administration has
changed. ﬁdministration has ceased to be merely regulatory and is
increasingly being involved in the formulation and implementation of
the policies concerned with socilal welfare and growth. In most
developing socigties the role of the civil servants is considered to
be  crucial because the success or the failure of any’ develobmeht as
well as managemnsnt activity depends largely on the efficlency and the
guality of the civil servants. Ho government can implement its
objectives without an efficient work force consisting of hard-working,
sincere and dedicated men and women. 43 such, the public services
demand ot 1ts people nol only efficiency., but also their devotion and
dediéatlon to public purposes. This obviously, demands employment of
conpetent and wncorruptible men and women to perform varied tasks of
modea rn large scale public management. . The governmental
responsibilitiss, specially in the developing countries, have been
expanding all over the world. The need of people with high standard of
efficiency, intearity and performance in public services is  extremly
essantial. But the problem is how to attract, retain and develop
persons  with superior capacitiss and high  intellectual and moral
standara 1in  the the government services. The importance of a sound
recruitment  policy to ensure the quality of the personnel and raise
the standard of the public services can, therefore, hardly be over-
anphasised. Only a sound recrurtmnent policy can offer the best sons

of the soi1l for the public services. As a recognised profession and a



Divotal  work-force the civil service 1 Bangladesh has inherited the
colonial legacy which has undergone a procass of trial, tribulations,
reforms and re-organization.
2. The objectives of the present study are mainly as followsf—

(1) To makse an overall survey of the service structure.

(i1) To make a brief comparative study of the service
structure of some of the developing countiries.

(111} To describe and analyze the recruitment pOllPIES of
the governmaent for the cadre services.

(1) o describe and analyze how the recruitment takes
place to the non-cadire posto.

{v) To see the career prospects of the cadre and the non-
cadre services,

{vi) Whether the complex division of the sevices into
separate cadres has raised cloud or. conflicting
envirorment, and thus, breeds inter-service rivalry.

(vii) Whaether the colonial division in the bureaucracy such
as  superior, subordinate, gazetted,non-gazetted and
Class 1,171,111 & Iv and so on have drawn any

s

antagonism or not 7
4.  METHODROLOGY -
The study has adopted a mixed methodology. Since the available

resources  on  the subject are meagres, the study has praimarily been

jat3
N

-7 N
hased on survey conducted amongst a selected number of concerned

. - ‘
personnel who have either gained some acguaintancses with the

recruitment policy or have undergoﬁe a process of being recruited in
the servicesr & total of one hundred eighty guestilonnalre were given
to the differermt personnel employed 1n the various organizations with
different status and pay scales out of which 100 responded._There is
heterogenity in the selection of respondents. The opinions expressed

by the respondents were extracted and grouped sequentially and

guestion-wise. although the available meagre and scanty literature on



the recrultment policy could not provids a thorouth knowleedge on  the
subject, it definitely helped in forming certain basic ideas. Besides,
the informal discussing with the knowldgeable personnel on the issue
also helped in getting an indepth opportunity to look into the matter
critically. Since the lack of appropriate literature and information
can not substantiate the thinking process for a plausilble perception
ot the issue, Lhe prasent  study 1s primarily an  attempt to
illuminate, expose and illustrate the v 2ws and the opinions expressed
by the selective parsonnel. A caretul consideration has been given in
the case of selection of the respondents with a view to extract the
proportionate and the representative opinions. Empiricism was also
another factor foir consideration. Personnel dealing directly or
indirectly with the recruitment process were requested to express
thair  opilnions. Thigvﬂonwrandom sampling, for the project study, 1is
pertaps, best sulted for qualitative purpose. The study has emphasized
on the qualitative aspects rathar than on the quantitative aspects for

better understanding and thus providing a synthesis on the iszue.
1

4. Backaround of the Civil Service in Bangladesh @ The Civil Service

of Bangladesh owes 1ts origin in the traditions of the Civil Service
of British India. The Civil Service in British India had a long
history of evolutionary process. It was the mercantile service of the
East India company which was transformed into a well-organised
covenanted Civil Service when the company became a ruling power with
1
administrative responsibility. A analysis of the system of
recrultment to the covenanted Civil Service shows that till the

Chowdhury, Muzaffar Ahmed, The Civil Service in
Palcistan{ First edition), p.1l, 1963.
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fifties of the mineteenth century the mode of entry in this service
remained confined to the system of nomination. Subsequently., the
system of nomination, however, came under severe criticism. The
critics like HMacaulay, Professor Robson, Halt Hokenzie vehemently
criticisea the nomination system ana held that the replacement of the
nomination system by open competition would ensure entry of men of
figher attainment in every branch of the service with the resultant
increase in the efficiency of service. This increase of efficienc} in
the Civil Service would, in turn, stabilise the gritish rule in India.

In the words of Professor Robson, "The method of competitive

gxamnination 1is sound,democratic, and equitable in that it treats all

comers alike, regardless of the distinction of wealth and social rank,

out & specific performance, and in  that it selects individuals,
without reference to thelr family connections and inherited Tortune,
2
by the common rule of a prescribed test under known conditions.
Macaulay, a great protagormst of the competitive system argued in
the House of Commons 1n 1833, "It is said, I know, that examination in

Latin, in Greek, and in Mathematics are no tests of what men will

prove to be in life. ] am perfectly awars that they are not infallible

o

tests, but that they are tests I confidently maintain. Look at any

walk of life at this House-at the other House-at the Bar-at the Bench-

at the Church-and see whether it be not true, that those who

i

[N

Robson, W.a., From patronage Lo Proficiency in the
Public Service : An Inguiry into Profession
qualifications and the methods of recruitment in
the Civil Service and Municipal Service(l922),

Fablan Society, p.l7.




attain high distinction in the world are generally men who were

-
)

distinguished in thelr academic career'’.

in the face of all these criticisms against the system of
nomination, the Company, howsver, raised its own arguments in favour
of  the patronage system and sought to maintain the status-quo. B8ut
ultimately the advocates of the open competion for entry into the
Civil Service won the issue and the Act of 1853 introduced the system
of open competition for recruitment to the covenanted Civil Service on
the basis of merit instead of favour.

after the adct of 1853, a Committe& was appointed with Macaulay as
its president. The purpose of the committee was to make detailed
regulations for the system of selection and appointment of candidates
in persuance ot the provisions of the aAct of 1853. The Committee npade

4

two main recommendations. First,the competition would be designed to
test  the general education and ihe ability of +the candidates. It
would, by no means, be a test of any specialised knowledge. It was so
designed that the Civil Service in India would, in fact, require the
exercise of the higher powsars of mind, and these powers of mind could
be developed only by the best, the most liberal, and the most finished
education.

Second, the Committes emphasized the need for the training
of the successful candidates. It was suggested that the period of

propation would be not less than one vear and not more than two

Kith, A.B., Spesches K Documents on Indian Policy
(192131922, vol.l, P.252.
4

Report on the Indian Civil Service, 1854,Published in
Parliamentary papers, vol.lv,1876.

e,



years., It was turtner suggested that there would be an  examination
after the completion of the training and those who passed the
axamnination would be confirmed in their appointments and sent to their
respective places of appoilntment .

The report of the Macaulay Committee was an epoch making document
in the history of Civil Service in British India. Modifications were,
however, made in the report in subsequent vyears to meet the
requirements of the changed circumstances. Bul the basic corcept that
the competitive examination should be a test of general academic
nature, a test of powers of mind, h&sysurvived aven today in the Civil

%

Service of Bangladesh.

{23
x

The structure and pattern of BRangladesh Civil Service :
Bangladesh emerged as an independent nation after a long historic
struggle. For yeairs, the country was dominated by the British, and
subsequently by the Pakistany Rulers. The evolution of the present
civil service 1in Bangladest, as already mentioned, dates back to the
Indian Cavil Service during the Brataish period. The Indian Civil
Service cireated during the British period was based on the famous
words  of Lord Macualay in 1853 @ "We must at present do our best to

foirm a class who may be interpreters betwean us and the millions  whomn

we govern @ a class of persons-Indian in blood and colour, but English

5

1 taste and opinions, in morale and intellect ". After Partition of

India in 1947, the Indian Civil Service was substituted as the Civil

Service of Pakistan. The present Civil Service of Rangladesh is  the

procuct of the legacy of the erstwhile central as well as the
Provincial Civil Service of Pakistan.

Quoted in Siddigur Rahman, Civil $srvice Improvement in
Bangladesh, Country Paper, BPATC, 1989.
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The govairnmneit, of Bangladesh WAas eipowered by the
Service(Reorganization and Conditions) Act, 1975 to reorganize the
services of the Republic and for that purpose to create new services
or amalgamate or unify the existing services. fAccordingly the

Govaernment of Bangladesh created the following cadire services

1. BCS(Administratilon) 16. BCS{Judicial)

2. BCS(Agriculture ) L7 BCS(l.-wvestock)

z. BCS{Ansar) 18, BCS(Folice)

4 BCS(Audit & Accounts) 19. BCS(Postal)

5. BCS(Cooperatives ) 20.  BCS{Public Health)

6. BCS(Customs & Excise) 21. BCS(Public Works)

7. BCS(Economic) 22. BCS(Raillway Engineering)
8. BCS{ Family Plamning) 25, BCS(Raillway Transportation)
9. BCS{Fisheries) 24 . BCS(Roads & Highways)
10. BCS(Food) 25, BCS{Secretariat) -
11. BCS(Foreign affairs) 26. BCS(Statistical)

12. BCS{Forest) 27. BCS(Taxation)

5. BC3{(General Fducation) 28. BCS(Technical Education)
14. BCS(Health) 29. BCS(Tele~Conmunication)
5. BCS(Information) 30.  BCS(Irads)

ALl the cadre services were brouahl under one single service,
amely, the Bangladesh Civil Service. The composition and the cadre
rules  for all the services came into force in September, 1980. The
cadre rules for all the services were more or less uniform. The cadre
rules contained mainly the following:-

(1) constitution of service;

(i1} posts borne in the cadre;
(111}  appointing authority:
{1iv) procedure for recruitment:
(v) eligibility for appointment to the cadre;
{vi) probation and confirmation; and
{(vii) seniority.
ALl appointments to the posts in the various cadre services are

governed by the provisions of the Bangladesh Civil Service Recruitment

Rules, 1981.



The total strength of the Class [ officers in the various cadres
6
of  Bangladesh Civil Service figures now 33048. The appointment of
officers in different cadres is mde elther by promotion or by direct
recirultment.  The recrultment of officers in  various cadres 1s
recomngnded by the Public Service Commission on the basis of the
rasults of open competitive examinations and interviews.

The congtitution of the People’s Republic of Bangladesh
promalgated in  197%2 provides that “There shall be equality of
opportunity for all the citizens in respect of.employment or office in
the  service of the Republic”. The constitution further provides that
Mo citizen shall on grounds only of religion, race, caste, creed or
place of birth be inelligible for or discriminsted against in  respect
of any employment o office”. fs per provision of the constitution the
state may (&) make special provision in  favour of any back-ward
section of citizens for the purpose of sscuring thelr adequate
representation in the service of the Repuolic; (b) give effect to any
law which makes provision for reserving appointments relating to  any
religious or denominatior; and (¢) reserve for members of one sex  any
class of employment or office on the ground that it is considered by
its natuire to be unsuited to members of the opposite sex.

e already stated, there had been freguent attempts to
provide development bias  in administration. The development
imperatives, the aspirations of the people and the expectations
The Govermment of the Peoples Republic of Bangladesh, 1989, PL
of the wvarious service/professional groups were Kept ;n view
while inttiating reforms to renovate the service stiructure. With

Statistics of Civil Officers and Staff of the Goverrnment of

1
the People’s Republic of Bangladesh, 1989, p.l.
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this end in view two Commissions wete set up. These were :(1i) The
administrative and the Service Re-organization Commission;and
(11) The pay and Service  Commission.In persuance of the
recomnendations of these Commissions the elitist concept in civil
seryvice  was  abolished. and all the cadres were considered as
tunctional grouops. Cgual opportunitises and promotion prospects
for the members of the various service groups at the highter
policy making level wers provided. The puirpose of merger of all
the cadre services into one service, namely the Bangladesh Civil
Service  L,was to @nsure that the admimistration is sulted to the
needs  and the aspirations of the people, and a rapport is  built
up among the officers of the various cadres.

6. Recruitment Policy of ithe Government of Bangladesh

The recruiment of personnel constitutes the first and the basic
reguirement of personnel management in any organization. The method
for recruitment of personnel  may be  elther direct promotion or
transter on  deputation.The direct method 1s normally based on  open
comnpetition.

Vo The recruitmnent policy of the Government of Bangladesh is
controlled by the constitutional provision in respect of eqguality of
opportunity in public employment .The vacancies meant to be filled by
direct precruitment is done on the basis of merit and population of
The chifferant districts. The puirpose 1s 1o ensure acuitable
reprasentation of the people of all the districts of Bangladesh in the
various  services and posts under the goverment ,autonomous and semi-
autonomnous organizations and the nationalized énterpriges. The
calculation for filling up the various vacancies 1s done class-wise

1.e. class [,class 11, class 111 and class IV.The latest position in



raspect of reservation of vacancies in various categories of posts is

indicated below:-

Distribution of Class [ & Classl] Class II11 &
YACANCLES posts Class IV

posts.
(a) Merit Guota 45% -
(b) District Quota:

(1) Woman candidates 10% L5%
(I} Freedom Fighters S0% 30%
(I11) Tribal people 5% 5%
(IY) ansar and village - L0%
defence
(Y) OUrphans of Shishu - 1%
Sadan
(V1) Balance(Tor
distribution district
Wise ) 10% 59%

Direct recruttment of officers to the various cadres of
Bangladesh civil service 1z made through the 'bublic Service
Commission. The Ministry of Establishment, on receipt of demands fron
the various administrative Ministry/Division consolidates the list and
sends the same to the Public Service Commission with request to select
and recommend candidates  for  appointment, The pulslic Service
Commission in turn advertises the vacancies in the diffarent cadres,
holds examinations including viva voce, paychologica} and intelligence
tests. The quglLfied candidates are sxamined medically by a Medical
Board. On receipt of the list of the candidates from the Publice
Service Commission, the HMinmistry of Establishment arranges the
verification of the character and the antecedents of the candidates
through the Ministry of Home affairs.If every thing 1is found
satisfictory, the approval of the president is obtained and the letter
of appintment is issued.

In regard to fhe appointment Lo the non-cadre gazetted posts, the

Publlic Service Commission recommends candidates Keeping in view the

10



Provision of the recrurtmesat rules for the posts. Recruitment to  the
non~gazetted posts in the secretariat, attached departments and the
sub-ordinats offices 15 normally made by the head of the
office/departnent on the basis of the recommendations of the Selection
Committees set up for particular offices/departnents.

7. Appointment by Promotion :

any changs of position from a lower post to a higher post may be
called promoticn. It normally involes greater responsibility and
financial incentive. While considering the cases of promotion,the
following bhasis 1s normally followed:-

(i)Promotion from Class 11 toclass I, from Class III to Class 11,
is made on the basis of merit with due regard to seniority.

{ii) Selection for "promotion posts” is done on the basis of
senlority-cum-fitness. But promotion to "selection posts” is made on
the Basis of merit with due regard to seniority.

(iii) Promotion to "selection grade posts in any service cadre 1is

based on seniority-cum~nerit.

8. Promotion Quota:

There 1s provision in certain services for appointment by both
direct recruitment and by promotion from the feeder posﬁs, In such
cases the quota/ratio for appointnent by promotion is laid down in the
recrultment rules of the concernea service.

There are cases of promotion where consultation with the public

Service Cervice Commission is reguired. In such cases the names of the

o

2ligible candidates are sent to the public Service Commission along

with the regulL red sepryvice particulars. On receipt of the

recommendations of the Commission the promotion orders are issued by

11



the poaministrative Manistry/ Urvision/ Department concerned.
I, however, any recommendation of the Commission is not  considered
acceptable to the concernsed Ministry/ Uepartment ,the case may be
reterred back to the Commission for re-consideration. If the
Commission sticks to it& original recommencdation the propoosal may be
submitted to the president for cver-riding the recommendation of the
Public Service Commission. Mo consultation is  necessary  for

promotion of officials  From Class IV to Class 111 - position.

9. Promotion Committees and Boards:

The cases of promotion which are outside the purview of the
public Service Commission dare generally processed through certain
Committees/Boards which are mainly as follows:

{a) Council Committes on Senior Appolntment, promotion,and
Service Structure -

(b)) Superior Selection Board
(¢ Special promotion Committees:
(b)) Departmental Promotion Committees (1)

It may b mentioned here that the Superior Selection Board as

mentioned  at () of pare above has recently been abolished and two-

three member  Committess  in each  Manistry/Divicsion have been
constituted as below : (Vide. Establishment Ministry notification No.

- BfA- /5-38/bp-03e, Sifdd 18/9/¥8) )

(a) Departmental promotion Committee on Senior Appointment /

promotion . (ﬁmﬁa@m *Wn?ﬂ%/ﬂm?i QC) -

(i) The HMinister In-charge of the
concernad Ministry ~Chairman

(ii) Secretary/addl.Secratary,
Establishment Ministry ~Mambe

{111) Secretary/addl.Secretary

In-chargse of the concerned
Ministry/Division ~-Hembear

12



(b Vepartment Committes on Promotion/Appointment
(Rt sratafe et @) 4

(1) The Minister In-charge ot the

concarnsdg Ministry ~Chairman
(11} Secretary/nddl.Sscretary

In—charge of the concernad

Ministry/Division ~Memnbhar

{ii1) The Head of the concerned
Directorate General/Directorate/

(1) Council Committes on Senior appointment  /Promotion  and

servaice  Structure: The Council Cpmmittee Considers the cases of
promotion of the officers to Lhe post of Joint Secretary and above and
the equivélent positions in the autonomous bodies / Corporations  and
the Goverment Departments. The Councll Committes also  raviews the
cases ol supersession and promotion of officers of the level of the
joint  Secretary and above. The Counali Committes  further recomnmends
reforms 1n the structuire and organisation of the different servicess/

cadras / category of posts.

{1a) Departmental committes on 3anior appointment/ Promotioin:

(oM Swen Amafs/ Mt @) i

The cases of promotion ofofficers of the concerned Mimistry/

Division/attached Departmant/autonomous Hodies/ Corporations to  the

M. S

grace 1, 11,& 111 are considerad by  this commitiee and the

recommendations  are  sent to the Council Committee which  in turn

obtains the approval of the Precident. The appointment of the head of
the  Autonomous Body 1s 1sausd by the Dstablishment Ministry  and  the
same relationg to ather officers 1s dssuad by the concerned Ministry /

Dilvision.

(111} Departpental promotion / appointment Commitlee:
(Rt srmimfs et @) o

fhe  casaes  of  all  ofticers, both cadre & non-cadre, of the

concernaed  Mimistry / Oivision and the dutonomous Bodies [/ attached



PDepartunents tor promotion / higher time scale / selection to MNS Grade
IV, YV & VI are examined by this Bosrd and its recommendations are sent
to  the President. (he concerned Ministry,/ Division obtains the
approval  of  the President and issues ofders of appointmeﬁt .

(1V) Special Promotion Commitiesd

Spacial  Promotion  Committesds of  the Mimistrys/Divisions
Conceairns deal with cases of Promotion of officers belonging to the
Yarvons cadies to the Modified New Scale of Pay of TK 2800-4425.

() Depaitnental Promotion Committee - This Committes 18

responsible to recommend promotion within Class IT or from Class I1 to
Class 1 posts 1 the Ministry / Division. The recommendations of the
Oepartmental Promotion Committes for promotion from Class 11 to Class
[ post , however |, reguires the approval of the pPublic Service
Commission . The Ministries / Divisions and the heads of the
departments set  up Selaction Committees for promotion of Class 111
anployesas "

(vi) Divisional Selection Beoards: 411 cases of recruitment of
Class IIT Employees at the Divisional and district level are processed
by the Divisional Selection Board except those which are filled up
cantrally by the concerned departments.

(viv)Trensfer on deputation : I there is any provision 1in  the
recruitnent  rules  of & particular organization to fillup any post/
numper  of  posts  on deputation the concerned authority can do  so
according to the prescribed rules.

(viil)adghoe appointment :©  In cases where the officers are not

likely to hold a post for more than six months,and the Public service

Commission has falled to recommend candates within 1% days of its

being asked todo so, adhoc appointments mey be made in such cases with

14



clearance firom the Public Service Commission.

(1A )0ther mathods of recruitment : 1n response to the exigency of

circumstances and the neaeds of publice service the Tollowing methods

[

of recruitment may sometimes be adopled.

(1) absorbtion of surplus personnel,and
(11) lLateral entiy.

{(x) Recruitment Rules @ For every post, whether permanent or

temporary,  there nust have some recruitment rules. hese fules are
framed by the concerned administrative Ministry / Division 1n
consultation with the rinistry of Establishement . the Ministry of Law
and  the Public Service Service Commission. The rules will also be

notified in Bangladesh Gazette with the approval of the President.

o xi) Public Service Commission @ The Public Service Commission was

first set up in 192%. The Government of India act,l93% provided for
the establishment of the provincial Public Service Commission  and
&Ccordingly the Public Service Commission 1n Bengal was  set  up in
1937, Two Public Service Commissions were set up in persuance of the
President’s order No 34 issued 1n 1972. These were Bangladesh .public
Service (First)] Commission and Bangladesh Public Service (Second)
Commission. The first Commission dealt with the cases of gazetted
officers in Class 1 and Class I services . The Second Comnmission
dealt with the non- gazetted posts. In 1977 the two Conmissions were
merged  anto  one under  the  Bangladesh  Public  Service  Commission
Ordinance, 1977.

The wmainn taszk of the Public Service Commission 1s  to hold
competitive examinations and compatitive lnterviews to select suitable

candidates for appointmnent to wvarious Government posts.

15



article 137 of the Constitulion of Bangladesh provides for one

or more Public Service Commissions in Bangladesh. according to article

4001 of the Constitution the Public Service Commission is  requlred

to do the tollowing:-

(a) 1 concluct  the tests and examinations for the
selaction  of sultable persons Tor appointment to  the
service of the Fepublic ;

(1) to  advise the President on any matter on  which the
Commission is consulted under clause [ or any mnatter
connected with its functions which i1s referred to the
Commission by the President ;

(c such other functions as may be prescribed by law.

(3

Article 1400113 mentioned the following suojects where the
President shall have to consult the Public Service Commission

{a) Matters relating to the gualifications for and methods
of recruitment to the service of the Republic ;

() The principles o be followed 1In mak1ng ‘the
appolintment to the service and promotion and transfer
from one branch to another and the suitablility of
candidates for such appolrtment, piromotions and
transfers

() Matters affecting the terms and  conditions{including
pension and salary) of their services;

(d) The discipline of the services.

ariicle 141 stipulated the annual Report to be submitted by the
Public  Service Commission to the President by the Ist day of Harch
every year. The report was to be accompanied by a memorandum  which

should mention:

{a) {he 3 it any, in which 1its advice was not
accepted and the reasons why 1t was not accepted.

(b The cases where the Commission ought to have been
consulted and the reasons why 1t was not consulted.

=

The President is reguired Lo cause the report and the memorandum
to e lard before the Parliament.
The purpose for which Public Service Commissilon was set up was to

ensure free and falr recorultment to public services.

16



A5 par provisions  of  Bangladesh  Public  Service Commission
(Consultation } Regulations 1979, procedure for consultation with the
Publice Service Commission has been laid down. In cases of appointmernt
where consultation with the Commission s necessary, any officer being
appointed without such consultation with the Public Service Commission
shall not hold the post or any other post in continuation of it for
nore than six months.

{xat) Ihw o o The Ministry of Establishment

15 the central personnel agency of the Govermment of Bangladesh. ALl
matters relating to the creation of a cadre,its composition,strength
and  hierarchies,rules  for recruttment etc.are processed by the
Ministry of Establishment. The central records / dossiers of the
officers of the various cadresare are naintailned by the Establishment
Ministry. The Establishment HMinistry,however,involves the concerned
Administrative Ministry,the Public Service Commission, the Ministry of

Flnance & law i all stages of decision making on personnel matters.

17



CHAPTER 2

The patterns of the civil services and the recrultment policies
differ from countiy to country depending, on  the one hand, the
expectations and the aspirations of the pecple, and on the other hand,
the nature and the irole of the Government and the political systen.
Many developing countries have, in recent years, enbarked Lupon
ambitious programmes  to  accelerate the social  and the economic
deve Lopment . This fas necessitated INCreas 1 governmental
intervention in the managamert, of the atfairs of & country. It is  in
thais  context that efforts are Peing made to strengthen and nodernize
the  Civil Service Systems 1in many coontries, particularly 1in  the

1 and africa.The changes in the Civil

7

developing countries of ¢
services of  thess countries have occured due to  tuwo major forces.
Firat, the changs in the power relationships resulting from the Second
World War.Second, the shift of the governmental activities from the
Limited  law and order objlective to development and the welfare
orisnted  service.  After the Second Wor ld War marny countries gained
independence  and  atter independence these countries had  to pass
throﬁqh & period of political unrest. The development orientation in
the Civil Services occured due to the rising  expectations of the
people  specially  in the industirialized countries of the world. The
expectation Tor betisr standard of Livaing and the increasing trend of
coroperation betwsen the various countries added a new dimension in
the matter. Moreover, the propagation of concepts and approaches like
Development, Decades Techinical Co~operation, Development
administration, Welfars state etco. pronpled spectacular changes in the

Civil Services of the various courtries. Keeping this context in view a
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brief outline on the fundamental characteriztics of the Civil Sarvices
and  the recrultment policies of some of the countries of ndsia have
been  indicated below with the idea that this will help indicate a
comparative view of the Civil Service and the recruitment policies in

Bangladesh and in countrid other than Bangladesh.

India =

The  constitution of India lays down the brosd provisions of  the
[ncdiarm  Civil Service. The civil sefvants in India are reguired to
remalin ampartial, neutral and loyal to the Constitution of India. HNo
cavil servants are allowad to join polibtical parties. The names of the
civil servants are hardly mentionsd in the press or in the parliament.
The recruitment of the civil servants and the conditions of their
service are  regulated by the s central government and the State
governments. The three main sub-systems of the Civil Service in  India
are - (1) All- India Services, {ii1) Centr-al services, and (1ii) State
Services.,

Ihe officers belonging to "all india services' can be appointed
to posts under botih the central govermment and the State governments.
The requirements of only the central government are met by the
manpows - of the central Civil Service. In the same way the subjects
coming within the Jjurisdiction of the State goveirnnents are
administered by the State Civil Services. The responsibility for
selection of candidates for highsr appointments and for advice on
disciplinary action against the higher officials lies with the Union
Public  Service Commission which is a constitutional body  with high
piestige, The Commission  selects candidates through written

axanination and  interview. Recruitment 13 dore on  the basis of
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recrurtnent rules governing  the induction of rnew  entrants to  the
igher posts. he selection of candidates iz made either fFrom the open
market  or by promotion of perscns from  the  Teeder categories of
services. Recrultment 1s  generally made to the lowest grade in a
service but in some services Lhere (s provision for lateral induction
of candidates fTrom open maiket particularly in the higher grades.
Recrultment i dons on the basis of merit assessed by written tests
and anterviews. Equality of opportunity for all citizens in  matters
relating to appoilntment to any post is guaranteed by provisions in the
constitution. Mo discrimination on grounds of religion, race, caste,

sex, descent, place of birth and residence is  allowed. There 18,

e

nowever, constitutional provisicns for reservation of certain
percentage  of  appointments 1n favour of the schedule castes and
tribas.

The candidates who qualify in the competitive examination are
generally given appointnent o probation normally for a period of  two
years. 1P the probationer fulfils the conditions of his probation

7

satistactorily he i1s confirmed in the service.

Palcistan

N

The origin of Civil Service in Pakistan can be tracad back to the

Mughal perilod. This is true partaicular'y of the lower cadres at the

0

Tehsil and the district level. But the higher Civil Service in

Pakistan 1s fundamentally a British legacy. Administrative reforms in
the Civil Service of Pakistan were effected in 1973. A Unified Grading
System of Civil Service was introduced. The civil servants were
grouped into 22 grades. fgain, based on the areas of specialization

.
Mattoo, P.K.,The Civil Service System in India(ssain

Civil Serveces), pp. B82.85-87.
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the civil servants have been divided 1nto 15 occupational groups. The
various giades have turther heen orgarized into & unified grades which
are o (1) ALl Pakistan Unified Grades., (11) Federal Unified Grades, &
(111 Provincial Unitied Grades.

The Establishment  Divasion and  the Federal Public Saervice
Commission are the two major central persomnel agencies in Pakistan.

Public  Service Commission as Lhe main agency tor recrurtment of
officers fto the higher grades of the oivil service in Pakistan.
fccording  to the recruitment policy there is provision for adequate
regional  representation.  Provincial guota for recrultment to  the
various services under the Federal Government are strictly maintained.
The recruitment of otficers to the higher grades(grade sixteen and
above )  1s done by combined competitive examination held annually by
the Federal Public Service Commission. The candidates who gualify  in
the  written test are given psychological test designed to assess the
S lendencies, capabhilities, personsl gualities, character and specially
Lhetr aptituds Tor the services. The candidates are also reguired to
51t for wnterviews/viva-voce tests before a board consisting of a
chairman, nembers of the commission and one or morse representatives of
the  Establishment Hinistry or other Ministry. Successful candidates
are given initial appointment on probetion for a period of two years.
If the officer does not fulfil the conditions of pirobation he s
pormally  discharged from seprvics. Y, however, a civil servant

completes  Mis period of probation 23T1dfugimi11y he becomes  eligible

tor confirmation in a permanent po

8
FPaheaem,  Fazalur Husain mga ITtikhar, The Civil
Service Systen lu Pd wgiﬂ\ﬂoldﬂ Civil Services ), pp.
Ing, F17-18,320,324



Indonesia :
The Cival Service in Indonesia 1s basically a umified system.

Thereg 15 no provision for sub-systems. All categories of civil

servants  belong to the samne system. T sugh they carry out different
responsibilities  and have different skills and background the civil
service  system in Indonesis 1s based on career and merit principles.
Under the merit systen the appointment of a person is  determined
strictly on the basis on his capability. On the otherhand, the career
development of & civil servant depends on the length of service,
loyalty, devotion and other objective requirements. # Civil servant in
[ndonesia 1s  not only a state spparatus but also a servant of the
state and of the community. The classification system of civil

seprvants 1n Indon: 15 based on the combination of hoth the rank

classification and the position. Classification system. The Civil
Saervants Trom lowest rank to the highest are grouped into 17 levels.
Every.pitizem L Indonesia enjoyvs agual opportunity to apply  for
becoming & civilian public servant. The recruitment 1is done based
puraely on the objsctive reguiremnants, and not based on religion, group
or  regilon. Recruiltment o a civilian post is amnounced as  widely as
possible through press nedis. Candidates are selected on the basis of
written examiniation. If considered necessary, ain oral examination is
held to know more about the capability of the applicant. The
pesychological  test 1s  also held aspar existing provision. The

applicant who 1s selected for appointment 1s  given a registration
numbeir by the Institute of Public Personnel administration, and
the hiring agency issues a letter of appoitment. ATter appointment the
prospective  civilian public servant remains on probation which may

axtend from ong year to two years.
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fhe Civil Service in Indonesia being basically a unified system,
all  the cavil servants belong to the same system although they may
have different skills, and background and perform different functions.
The appointment of new officers is normally done by the respective
Ministry and as  per directive issued by the Institute of Public
Persormel  admimstration. The civilian public servants 1in  Indonesia
are grouped into seventesn levals.

The  prospective civilian public servants are appointed to  the
function and rank accoirding to the level of education. The Institute
of  Public Personnel Acdministration 1s a board which works under the
Prasident of the Republic of Indonesia. The board is  entrusted with
the task of wanaging the admimistration of the civilian public
servants  belonging  to the various Ministiles and  institutions. The
responisibillity  of the board is to lmprove, maintain and  develop  the

civilian  adeinistration to epsure smooth running of the Government

7

Machiimery .
Japan:

The Civil Service System of Japan today consists of  three
elements-traditional, Edropean and American. It may also be described
35 & bureaucratic evolution Keeping pace with the development and the
changes of the country. &fter the end of the Second World War in 1945
sweeping changes were effected in the virious social systems of Japan.
In the process the civil service system changed from personal status
systen to democraticaly oriented systen. fs such 1t resulted into the
transtormation of the civil servants from the officials of the Emperor
to the servamts of the whole people. [n the process of transformation
; . S

Hanurung,Cyrus,The Public Personnel Systenm in  Indonesia
(fisian Civil Services), pp. L135,137,129,142,146-57,159.




three steps were taken. First, the public employees were defined as
the servants of the whole people. Second, scientific personnel
administration was introduced. The purpose was to ensure a demnocratic
and efficient administration of public affairs by a rational and
scientific personnel management. Third, guarantee system Was
established to ensure proper review of objections filed by the
enployees against the disadvantaged actions taken by the sgperior
officers and also for the improvement in their working condition.

The constitution of Japan provides for equal treatment of all
people and the gurantee of their right to work. The National Personnel
Authority acts as the Central Personnel Agency of the Japanese
Government. The office of the Prime Minister has acted as the Central
Personnel agency since 1965. The Central Personnel aAgency is entrusted
with the responsibility to conduct fair and just personnel
administration based on scientific principles.

The employment of personnel in Japan is made on basis of the
results of examination, the record of work performance, the evaluation
of other. demobtrated abilities. Keeping this criterion in view a
competitive examination is held and the candidates selected are‘
appointed in the order of thelr examination scores. The examination is
open to all citizens and conducted centrally by the Authority. While
planning to conduct an examination an outline of the same is published
through various mass media like Television, Radio, Newspaper etc.
Raelevant posters and examination guides are also sent to schools and
colleges. The .1s2 examination is designed to evaluate and judge the
individual knowledge, skills and character +traits through varions
tests like general test, specialised Knowledge test, personality test

and other testing devices. The successful candidates are initially
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appointed for a period of not less than six months. after appointment
the employees are provided training to enable them to acquire the
Knowledge and skills necessary to perform their duty efficiently and
inculcate in  them certain values and to contribute to an effectve
axecution of public affairs.
The power to appoint officials vests with the head of each
10
Ministry or the agency of the government.
Koreg
The Civil Service System of the Republic of Korea is based on
the concept of "public interest”.The present system of civil service
is a complicated mixture of the old and the new . The modern civil
service system came into existence since 1949. He enactment of the
Mational Civil Service law accomodated democratic personnel practices
from the United States and the other advanced countries. Many
practices of the old Japanese model were also adopted. The main
characteristcs of the civil service of Korea are briefly as follows:
1. All positions in the civil service were classified
into two categories: the snecial category and the
general category. ,
2. The system of High Civil Service Examination and the
common Civil Service Examination to recruit meritorius
and capable people through open competitive examination
was revived.
3. A board of examiners was setup.
4. The merit principles were laid down as the compulsory
basis Tor recruitment, selection and promotion  of
officials.

5. fAs the servants of the people the civil servants were
required to be politically impartial and neutral.

Morita, Hiroshi, The Civil Service System in Japan(Asian
Civil Services}, pp. 184-85,192-94.
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Experience shows that although provision was made to practise
merit principles as the basis for recruitment of enployees, but open
competition was not resorted to in many cases. President Rhee
introduced the “spoils system” by which the ruling party started
appointing its members to different .LS1 positions in the civil
service according to political influence. The scenario changed after
military revolution in 1961 when drastic changes were made in all
areas of personnel administration and administrative reforms were
undertaken to ensure nerit s;stem in  recruitment, selection and
promotion of officials.

The recruitment of people in civil service of Korea is based on
"merit principles”. The first and the most common method  of
recruitment is the open competitive examination. #Any person can .1s?2
seek the examination. This is widely publicised through pamphlets,
newspapers and radio. The examination includes variou§ tests like
written objective test, interviews, physipal examinations and document
reviews to ensure selection of the best candidafesu The successful
candidates are appointed on probation for a periocd running‘ from six
months to one year during which the managenent makes an assessment of
his perfromance and decides whether he will be given a career status
or not.

In Xorea, promotion is considered not only to be a good method
of filling a vacancy but also the strongest incentive which can be
offered to the employees. Promotion is given from a list of eligibles
for promotion drawn up éach vear on the basis of actual work
performance, seniority, and training results. The lenght of service
is also considered for promotion. While considering a person for

promotion 40 percent score is  allocated to work performance, 35
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percent to length of service (seniority) and the remaining 25 percent

to the results of training. additional points are also considered for
11

awards received by the employees.

Malaysia:

Before independence in 1957, functions of the Civil Service in
Malaysia were devoted mostly to the maintenance of law and order and
the collection of revenue. after independence, there has beern a shift
in the functions of the civil service with increasing emphasis on the
functions connected with the social and economic developnent.
fAlthough the regulatory functions like maintenance of law and order
and collection of revenue are still being retained, the main focus of
the functions of the civil service today is to respond positively to
the hopes and aspirations of the psople which remained more or less
dormant before independence.

4Tne Public Services Department and the Five Service Commissions
constitute the central personnel agencies in Malaysia. The Public
Services Department is entrusted with the rfesponsibility to formulate,
plan, and implement policies to ensure that the c¢ivil servants in
Malaysia are efficient, dedicated and trained and can implement the
plans and policies of the government. Five service commissions are
resporisible  for the recruitment and service matters of the specified

N

services. The commissions are as follows :-

(i) Judicial and legal service commission:

(11) Public services commission:

{iii)Police Force commission;

(iv) Railway service commission and
(v) Educational service commission.

Byung-Ihn, Hwang, JThe Civil Service System  in
Korea(Asian Civil Service), pp. 213-14,222,225.
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A1l the states of Malavsia have theilr own public services
commission foir recruiltment of the people to the states’ c¢ivil
sarvices. The career of the civil servants in Malaysia is determined
by the “Scheme of Service” based on the various classes of jobs. &
person is appointed to the lowest grade in a scheme of service and not
to a particular post. The officers belonging to a certain grade becone.
eligible for promotion to the higher grade within the same scheme of
sarvice. A1l appointnents are . made bhased on the specific
qualifications determined by the Public Services Department for a
spacific scheme of service. almost all appointments are controlled by
the Public Services Commission. Although the heads of the departments
can appoint certain categories of emplcayess in the lower grades after
being authoriséd by the Public Service Commission, the methods of
selection of candidates has until recently remained confined to
interviewing. The most recently, however, reqruitment through
examination has been introduced only in case of Administrative and
Diplomatic Service.

A1l categories of civil servants in Malaysia have to undergo a
period of probation compulsorily. The ability and the suitability of
the probationers are determined by way of mandatory departmental
examination, annual evaluation of their on-the-job and the general
performance. If an officer fails to pass the period of probation his
period of propation is extended or his seniority is affected, or at
times his annual increment is postponed. Termination of service for
unsatisfactory performance during the period of probation 1is hardly

12
practised except in extreme cases of indiscipline.

Omar, Elyas Bin,The Civil Services Systems in lMalaysia
(fAsian Civil Services), pp. 253,260,262-64.
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ri Lanka

Sri  Lanka won independence in 1947, after about 150 vears of
British rule. The constitution of 1947 provided for .a Public Service
Commission. The Commission had the sole power of appointnents,
transtfers, promotions and disciplinary control over the public
service. The Commission could work Tully independent and without any
political control of the cabinet or of the members of parliament. In
fact, the Ministers were debarred from making any interference in +the
exercise of functions by the Commission. In 1972 a new constitution
was introduced and the Public Service Commission was abolished. The
power of appointment, transfer, dismissal and disciplinary control of
state officers was given to the cabinet of Ministers and in this
respect  the cabinet was answerable only to the National State
Assembly. The constitution also provided that the decisions of the
cabinet 1in this matter should not be guestioned in any court of law.
The original powers were exercised by the cabinet of Ministers,
certain powers were delegated to the individusl HMinistries. The
Ministers also, in  turn, delegated certain powers, to the state
officers. The 1978 constitution, however, revived the Public Service‘
Commission again with the provision that the Cabinet of Ministers
would delegate 1its powers to the Commission. The Committees of the
Public Service Commission were also constituted for exercising the
powars of the Commission. There 1s provision for the Public Service
Commission that it can delegate tc public officers its powers of
control relating to any categories of public officers. #Accordingly,
the powers of disciplinary control have been delegated to the
Secretaries of the respective Ministries, and the Secretaries have, in

turn, delegated their certain powers to the public officers. The
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Public Service Commission in S$ri lLanka holds, in fact, limited powers
because the cabinet can retain certain powers relating to appointments
and other matters and can also delegate similar powers to individual
Ministers. #s such, the Public Service Commission can exercise only
residue powers regarding disciplinary action, or the matters referred
to 1t by the cabinetl or the individual Ministers.

The posts in the public service in Sri Lanka have two broad
classification of "Staff Officers” and “non-staff officers”. The
supervisory hierarchy iz as below :-

(i) Staff Grade;

{(i1) Subordinate Grade &

{(iii)Minor Employee Grade.

The Staff Grade includes officers who have an initial salary of
Rs. 6,720 per annum and above. The officials between Staff Grades and
the Minor Employees Grades constitute the sub—ordinate grades and
those belonging to the labour and the allied grades are included in
the Minor Employees Grades. The promotion from one class or grade to
anotner is based mainly on two criteria. First, the officer will be
reguired to pass  a departmental examination in the form of an
efficiency Bar. Similarly professional examination will be reguired in
the case of the technical services. Second, an officer 1o be promoted
will have to serve a minimum number of yeaars in a class or gradeu The
basic character of combined service in Sri Lanka is that an officer is
transferable from one department to ancther. There are also cases of
"closed service' where officers can not Jjoin direct from other
sarvices, -rather the officers are transferable fTrom one post to
another within the same department. The Public Services in Sri  Lanka
are again classified into salary groups and occupational groups. As

far has salary groups are concerned, there are 10 major groups with
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L60  sub-groups. In regard to occupational groups there are 9 major
grougs and 82 minor groups based on the occupational classification.
Recruitment in the Public Services is done on the basis of
advertisement in the government gazette. In cases, where the posts are
advertised, Lhe procedure for recruitment is as follows :-—

(1) recruitment by competitive examination, open/limited;

(11)  recruitment by exanination/interview:; and
(1ii) recruitment by Interview ornly.

ALl officers appointed to pensionable posts will be on probation
for a minimum period of three years and in the same way 1f the
appointments are made to posts which are permanent but not pensionable
the periocd of probation will be for a like period. During the period
of probation +the appointments of officers may be terminated. The
officer may also be reverted to his substantive post. In many cases,

13
there is provision for induction training for the probationars.
Thailand

In the early days, bureaucracy in Thailand was designed to serve
the King. The present Civil Service System in Thailand had its origin
in  the bureaucracy of the absolute monarchy. After the Second World
War, widespread poverty, the unpredictable political situation,
ineffective utilization of national resources and the lack of trained
manpower were some of the main features prevailing in  Thailand. In
order to combat this situation the Thai Government had to take the
initiative to reform and modernize the civil service system with a
view to developing its manpower working towards new goals of social
and economic development.

Unantenne, ¥.C.B., The Public Personnel System in Sri Lanka
(Asain Civil Services), pp. 485-87,489,493-97.




fhe Civil Service Act of 1975 initiated major reforms in the
civilian administration of Thailand. The replacement of the long-
standing system of the rank-in-man concept by a modern position
classification systen - was a najor reform by this Act. The Act also
separated the political officials from the coverage of the civil
service fAct and in the same way the civil officials were banned Trom

- - - - - - ~ - - '
becoming political officials at the same time. The Ministers were
authorised by the aAct to either reward or punish only ‘the under
Secretary of State who is the top permanent official in each Ministry.
After the revolution of 26 October 1977 some of the reforms were,
however, reversed.

The Public Personnel System in Thalland consists of ten central
personngl  agencies including the Civil Service Commission. These
agencies are as below

{1) Ciwvil Service Commission;

(2} Judicial Service Commission:

{3} Teacher’s Council:

(4) Universities Officials Commission;

(5) Public Prosecutor Service Commission;

(6) Provincial administration Commission:

(7) HMunicipality Officials Commission;

(8) bangkok Metropolitan Officials Commission:

(9) Legislative Body Officials Commission s

(10) Police Officials Commission:

The Thail classification plan of the civil service emplovees were
adopted mostly from the americal practices. No strong hierarchical
division of class as in Britain does exist. The civil servants 1in
Thailand can move both horizontally and vertically provided they
fulfil the conditions of the class specification.

The recruitment of persons to the civil service in Thailand is

the primary responsibility of the Civil Service Commission. The Civil

Service  Commission performs the responsibility of conducting
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comnpetitive examinations for selection of the vocational school and
the university graduates into the entry levels for positions in  the
various services. The employment system in Thailand has fundamentally
the following characteristics @ (a) a centralization of the
examinations for most positions and (b) a combination of selective and
compelitive examinations. The Civil Service Commission may also
delegate the responsibility of recruitment to any agency to act on its
behalf.

The new recruits to the civil service remailn on probation for 6
months. The incumbant may he discharged from the service i1f he is
considered unfit for the post on drounds of wmisconduct, lack of
Knowledge or inability to perform duties satisfactorily. Promotion of
the civil servants involves a complicated process. The officers to be
promoted  are required to fulfil the requirements  of minimum
gualification. The factors like knowledge, ability, conduct, service
records, the salary steps etc. are given proper weightage while
consicdering officers for promotion. Sometimes, the candidates are
required to pass promotion examination. But promotion to high ranking
positions is determined by means of selection without any written

14
examination.
Philippine :

The present civil service system in Philippine is a dynamic and
development oriented body. It includes all personnel in the government
agencies and also those in the goverrnment owned and controlled
corporations. The civil service both at the national and the local

level are unified into one general civil service. In Philippine the

Boonprakob, Udol, The Ci
{Asian Civil Service

vil Servige System in Thailand
by pp. 539,542-43,550-54,
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activities of & civil servant are not confined within the walls of his
office. These  are  extended to cover extra-official public
participation involving innovativeness and increased productivity. On
June 23, 1977 the President ordered that "all officials and employvees
in  the government service, whether occupying positions in the career
or in the non-caresr service including contractual or ensrgency
personnel, and those employed in  goverrment-owned or controlled
corporations and in all local governments, provincial, city, municipal
and other political subdivisions, shall render service in the rural
areas, for a period of at least 15 days within a given calender vear
15 '

on official time' .

The Civil Service in Philippine is regarded as the "bedrock
of the government and performs the activities keeping pace with
the social, political and economic changes. A civil servant is
looked upon as a representative.of the government and 1in  the
modern  society of  Philippine he commands respect  and  self-
dignity.

The responsibility for setting standards and guidelines for
the operation of the civil service lies primarily with the Civil
Service Commission. The Commission is mainly divided into two
sectors - (1) The career development sector and (ii) The quasi
judicial sector. The office of recruitment and examination under
the Career Development Sector carries oul the responsibility for
conducting civil service examinations for all levels of position  in
the career service. The office of recruitment and examination also
formulates policies and standardé for recruitment and examination, an

15 ,
Latter of Instruction NG . 559, "Paglilingkod:Bagong
Lipunan™ (23 June, 1977):The Civil Service Svsten in
the Philippine(fsian Civil Service), p.365.
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maintains a register of eligibles. In short, the Commission activities
are designed to fulfill the objective of promoting and protecting the
merit systew in the public office.

In Philippines, the government employment is ocpen  to all
qualified citizens. Efforts are made to recruit the best gualified
persons  to the civil service. The c¢ivil service commission sets
gualification standards for various positions, and reviews and updates
the same at regular intervals.

Appointments in  the career service are either permanent or
temporary. ALl permanent appointees are required to undergo a period
of about six month’s probation. For unsatisfactory conduct or
performance a probationsr may be dropped from service. Promotion on
the Dbasis of merit, rather than the +traditional seniority, 1is

1é
practised in Philippine.
Britain =

Until 1970 the Civil Service in Britain was divided into calsses.
The prospects of a civil servant depended largely on the ‘“class' to
which he was employeed. The system was strongly coriticised by the
Fulton Committee on the Civil Service. The Committee held that the
class system in the Civil Service acted as a barrier in the way of a
civil servant being promoted although he might be a talented and
efficient officer. It also affected the efficiency of the serﬂfice~ as
such, the Fulton Committes recommended the replacement of the class
system by & Unified Grading Structure for the entire service. The
recommendation was accepted in principle by the government, but its

implementation was only partial. Only at the top of the service a

‘]

Filemon U. Fernandez Jr, The Civil Service System in L}
Philippine(asian Civil Service),pp.365,367,369-70,380-81.
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unitied  sErustums, nowo @s L open struchure, was o oes slashed  and

below this level the rolated ol W e e rged .

sbout 75 percent of the ouvil servanls in Britain are engaged  in

fhe

istrative work and the remnaining 25 percent belong to

i.he ot groups  like  Dngineses, farchitects, Doctors,

Cconomists,

lentists and thelr supporting staff. The civil servants

belonging Lo the professaonal groups are  generally  Known  as  the

Tspecialist The speciatist staft arse orgamsed separately from  thes
achmiristratons.,
RPecruitinent Lo the administrative posts in Britain is done on the

basis  of open competition, and the responsibility for conducting  the

same lies with a body of indepencsnt Civil Servics Commpissiongrs.  The

competition 1 bhased aenerally on anterviews and a variety of

the

poth written and oral. The purposse of the tests 13 to asse

general  ability  and the aptituds of the cand for particular

types  of  work.  OF couws thase Lests depend on certain  level of

academus  attainment. In the same wayv, vecruitment of the specialists
in the civil service 1s done by the Civil Servics Commission on  the
asis  of open competition although thaey are required to possess  the

tcations needed Lo perform thes post .

thelr  jobsz,

The specialist ocivil

ve generally remained outside the main stream of adeinistration. The

33}

L.
il

lies  with

responsibility Tor advizing the Ministers on policy matteirs

1

the  generalists. The

merally an

neirarchies  outside  the line of managemsent in  the  depavtment. The

st official in

nornally rise to the position of t

¥

the  department. but  ©he specialilsts do not. It 13 sald  that  the

spectalists  are  Ton tap but not on top’ having lLittle
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being promoted to the senior positions in the service. This pattern of
differentiation between the generalists and the specialists has come
undar heavy criticism and presur in recent years. But insp:te of all
these prassure and criticisms the predominance of the generalists has
continuved to exist. In this respect, two fTactors seem to be
important. First, the specialists in Britain are considered unsuitable
for administrative work because administration is locoked upon as a
process  of effecting & balance betwsen the interests of the various
conflicting pressure groups both within and cutside the department.
The generalists, by virtue of their training and experience, develop
the capacity to remain detached from any particular field and find a
balance betweeﬁ the conflicting intersests, and in the process they can
assist the political Head of the Department because the Ministers are
hardly specialists in the departments to which they are appointed.
Moreo?er, the Ministers can understand the technical things only when
lhaese are explained to them in general terms and the generalists can
do this in a better way. In addition. the generalists are more able to
effect over-all co-ordination among the priorities sel by the
government. But for the specialists it becomes generally difficult to
take such a broad view on the issues of the government. On the other
hand, those who advocate that the specialists should be allowed
increasing role in administration argue that the traditional view of
administration dees not hold good because of the complexity of the
modern government, and the aims of modern purposive and committed
managemsnt can be achieved only by allowing the specialists to assune
17 ‘

greater responsibility in adminstration.

Ridley, F.F.,Government and aAdministration in Western
Europe, op. 38,40,406-48.
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CHAPTER-3

ANALYSIS OF THE FINDINGS

A questionnaire was framed keeping in view the objectives of the
study. The guestionnaire was supplied to one hundred =ighty Class 1
officers ( both cadre and non-cadre).Replies were received from one
hundred  respondents. OF the respongents seventy two belong to cadre
sarvices and the rest twenty eight belong to non-cadre services. The

1.

respondents  were of the pay

43)

cales ranging  Trom TK.1650/=to
TK.6,000/=.a detailed picture in respect of the respondents may be
sean in the table below.

Table-1
Distribution of the Respondents by pay-Scales

Pay Scale Mumber
lese-zo20 oo
Cgs0-4izs s
Csroo-s2s v o
Cazoooszse s
4750-5500
s700 (Fivedy ou
w00 (Fixed) 6
others (Did not mention the 9

pay— Scales )

2. Distribution of the respondents by Cadre and lenath of service:

Distributin of the respondents shows that the largest of then
were from BCS (aDMN)- 1/ and the BCS— Health(l?7).The number of
respondents fromthe non-cadre sarvices was 28.7The length of service of

the respondents was found to vary from five years to twenty six and

£t
oo



above. The detalled position is indicated below:—

Table-2.

1an

Distribution of the Respondents by Cadre an
length of service,

Sarvice status Length of Service (years)

BCS (Admn) & & 3 2 1 17

BCs (Postal) - - - -1
BCS (Health) 2z 3 8 i -
8s (Fisheries) - 1 1 - -
scs (ansar) - -1 - -
Bcs (Eduction) - 2 3 1 - s
Yon Cadre s 2 5 s 7 2
BCS (Public Wealth) 1 1 - L - s
ocs.(comnerce) 1 1 2z - - i
scs (tax) - - 2 - s
55 (Railuay) - - - -
ocs (economic) L - - - -
others - -1 s 1 16
1 26 22 18 0
5. Idea about the service system:

The respondents wers asked to indicate their idea about the
sarvice system termed as “unified career service' introduced in  1980.
10%  of the respondents said that their idea about service system was
not  wvery much clear. 8% of them stated their idea to be clear. The
percentage of those whose idea was notso clear was 40%.12% of the.

respondents did not have any idea about the new service system.



Table-3.
Idea about the new service systen

tdea Percentage

Very much Ci@ar ‘‘‘‘ LB% ““““““

Clear ) o ;;: i 2 e

NO;%GO ;ie;: ‘‘‘‘‘‘‘‘‘‘‘‘‘ ;B% “““““““““““““““““““

Mot at all cléar o lf% ““““““““
4. Ihe causes for having no idea about the new serice system.

The respondents who did not have any idea sbout the present
unified career service system were asked to state the reasons for
their ignorance.86% of them saild that the cause of their having no

out the present service system was the non-availability of the

‘..J
jal
o
o
)
O‘

concerned documents. "Lack of interest’was stated to be the reason for
lgnorance  aboul the service system by 1% of the respondents . The
Table below shows the position :-

Talbla-4
Causes for ignorance about the service svstem.

Causes Percentage
Non availability of the 86%

concarned documerts

Lack of interest 11%
Other reasons 5%
5. ldea about the differences between the cadre and the non-

cadre services in respect of status and facilities:

The respondents were asked if they knew about the differencaes
between the cadre and the non-cadre services in respect of status and

facilities.89% of the respondents stated that they had ddea about the

differences between the cadre and the non—oa drp services. 11% of  the



respondents, however,said that they had no idea about the differences.

Table-5

Idea about the differences betwssn the cadre an the Non-
Cadre Servicas,

ldea about the differences peircentage

Have 1dea 89%
Have no ide 11%
6. Idea about the recruntment procedurs for the non-cadre posts:

When asked about the ildsa about the recrultment procedure for the
non-cadre posts,75% of the respondents replied that they Knew about
the recruitment procedurs  for the non-cadre posts.25% of the
respondents said that they had no idea about the recruitment

procedure foir the non-cadre posts.

Table— &
Idea about the recruitment Procednse for the non-Cadre Posts.

Opinion Parcentage
Have idea 75%
Have no ldea 25%

The rvespondents who stated that they had idea about the
recruitment proceduire for non-cadire posts wers were asked to  intimate
what sort of idea they had. The wain ildeas steted by the respondents
ware brietly as follows -

(1) Recruitment 1S not macle Lhrough Public Service

Commission, rather the procedures 1s laild down  in the
recrultment rules of the respecctive Departments.
In case of gazetted post the selection is made normally by
Public Service Commission,but in case of non-gazetted post
the selection i1s made by the Selaction Committesn.

—~
»N2
Nt



Lates and  maks e
ary,he arrang

Lron Commities .

Wit b

(a3 The recruttment
presarubed mea

oy the departments conceriwd thirough

Ch0 0 In Class—1 non cacrs Do reciuitment 18 macke by the PSC,
But no competitive examinstion 1s reguired as in the case of

cacrse posts .

(&) Mon-cadre o by B3C. They are Tfilled up  1in
headauarter, ziltla level by a board of
authoirity formed by the qoverumeut.

(73 Class~111 @uployes

C) o oy e
GOS0 .

recrutted by a Divisional Selection

(8) HNor—-cadra posts belonging Lo revenue budget are  recrulted
through  PSC,  but development posts are Tilled up  through
Minlsterial Selaction Committ

(9 advertisament mads through News Papers Tor filling up the
vacantpostsin the non-cadrse services.nterview for selection
of candidatesis made by the Sglection Committes asppointed by
the concerned authority.

(L0) The procedure  for appointment of officcers in non-cadre
posts s not undtorm. It varies Trom agency to agency. It also
depends on the head of the agenoy.

7. Igea about the recruditment orocedurs  of gazetted, non-
gazetted Class T1. 171 & 1Y

The jespondents waire gsked whether they had any ides  about

recrultment  procedura of the garzstted,non-gazetted,Class-1,Class-

IV o employvses, 59% of fhe respondants stated

they had  ddea aboul the recrurtment procedure of  the gazettsd,r

9%

aenplyeas. 1%

the  respondents raplisd that they had ne ddsa about the procadure

recrultnent totl

the

that

of



Table-~7

idea about  Lhe recrultmnent prosedurs of the
gazetted, non-gazetted, Class I, Class IT1.Class J1I1 and Class 1¥
posts

[dea about the proceduce Percentage
Have idea about the proceduce 89%

3. Amengmernt,  in the present policy of recruitment to the non-
cadre posts :

The respondesnts were asked to 1ntimate their opinion as to
whether thers should be any amendoent in the present policy of
recruttment  to  the non-cadre posts.In reply 49% of the respondents
advocated amendment in the present policy of recrultment to the non-
cadre pogtskBut 51% of the respondents felt that there is no need Tfor
amendament 1 e presart, policy of recrultnent .

Table-8

Pecommendation for amendment in the recruitment policy
for the non-cadre posts:

Mead for amendment Percentags
Vas 4 9 o
Ho 51%

9. Recommendation for amendment in the recruitment policy for
The non-cadre posts

bex

The respondents who said that there i1s need for amendment in  the
recruitment policy for the non-cadre posts werse asked to give their
spacific recomnendations for the amnendmnant. The suggested
recommendations are briefly as follows -

! The non-cadre posts,particularly the cevelopmnent
posts,should be filled up by the PSC through special recruitment

examnination.So that on completion of the Project the development
posts can be converted into cadre posts.

43



(2)  The respective Miclstry / Division should have the powa  to
recrult thelr own people.

(3} Amendment  for the sake of amendment is not desirable. The
recruitment policy is a socio-political issue connacted mors with
the educational system and standard.Iit should synchronize with
the development of educational system.Welghtage should be given
orn education cum titness Keeping other factors in mind,e.g. quota
system,nerit, respresentation of denominational groups,age etc.

(4) The present system is time cons uning.The procedure for
recruitment should be made sinpler involving less time.

\

{5) Recruitment should be done through written and viva voce
te

v
BT

(&) There are various types of quota reserved for various
categories of people.This createsimpedinents  in  the way of
selection of meritorius candidates.For the purpose of recruiltment the
system of quota nesds review.

{7) Maximum age for sntry into service should be raised to 30
YEAars.

(8) Quota for recruitment on merit should be raised.

(9 AlL appointments in government,corporations and autonomous
bodies,should be made through PSC For which multiple number of
PSCs may be constituted.

(L0 There $hou1d be a unified policy of recruitment for aveEry
department.The basis for recruitment should he nerit for which
competitive exa minaTlmno will be held.

(11} Recruitment system for Class 111 & IV employess  should . bhe
decentralized. There should be Distrie Selection goaras for the
PUrpose )

(123 Recruitment to Class I posts should be nade by the Head of
the Depairtment through a Selection Committes.

(13) By strict observance recruitment rules /by ~ laws should be
framed to ensure recruitment of people on & fair and rational
basis.

10. Provision of equal opportlnLly the present recrultment
policy for all government emplo

(D
{J x_

The respondents were asked to give their opinion as  to whether
the present recrultment policy @nsures equal opportunity for all the

government.  employees. 3% of the respondents stated that the prasent



recruttment  policy  does  not ensure equal opportunity  for all  the
government enplovees.i9% of the respondents,however,felt that there is
provision of equal opportunity in the present recrultment policy.

Table-

~inv3%10n ot wuuul 0:umitun vy oan the present recruitpent policy
1
3

Equml opportunity for all im the Parcentage

resent pollry of recirurtment.
Yes 19%
Mo 21%

1L, ugremacy of one cadre upon anothar o

1 1.

The responagents were asked whether they felt that there 1is
supremacy of one cadre upon anotheir. In reply 62% of the respondents
said that there 1s supremnecy of one cadre upon another. 38% of the
respondents , nowever, felt that there is no supremacy of one cadre upon
anothear,

Talble-10
Suprenacy of ons cadrse upon another,

{s there supremacy of one Percantage
cadre upon another

M 58

©

The respondents who stated that there is supremacy of ong cadr
upon another were askad to give reasons for their contention.The
reasons stated by them were wmainly as follows -

(1) Top qov¢“nment posts are mostly held by the officers of only

oing cadre,namely ,BCS (Admn),

{(2) Some  cadre officers get the next scale of entry pay afl

working in  a post tor a specific period.This provision is  not
uniform in all other similar servicas.



The administrative cadre still maintains the legacy of
1ial administrative supremacy over other cadre services.

(N
;_ N

{4) It ds seen that administrative cadre uswally tries to
exercise supremacy in all matters and in all levels.

(5) The suprenacy of administrative cadre over other cadres is
ohvious and neads no colaboration.

(6) additional Director General/ additional Secretary have never
peen promoted to the post of Secretary in the Rallway Division.

(7 There are many docltors who are not getting promotion for
Administrative,group of peopnle.

(8) In the Divisional Selection Beards there is no departmental
representation.

(9} BCS  (admn) cadre officers are allowed time scale of pay
after expilry of fTour vears of service which is not allowed to BCS

(Economic) cadre

(10) administrative cadre always dominates the technical cadres.

12. Qpinion about the entry of women in various services o

At present the women are allowed entry in all the services,
respondents were  asked 1f they Telt that there should be
restriction for entry of women in the present system. The opinlons
the respondents were of differant tvpes,rather fhaﬁ being uniform.
opinions can be summed up mainly as follows -

(

QN Thera should not be any restraiction Tor entry of women an
any servics,

2 The resent  system is alrignt and should be allowea to
) Y Y

{3) There should not be any restriction Tor entry of women in
the present systemn.But there should not be guota reserved for
women. The entry should be strictly according to merit.

(43 The entry of women should be rational,but not differential.

Women should be encouraged in services like teaching and

{(6) The sntry of women should be encouraged in the Ministry of
Women &ffiars,Department of  Social wWelfars,Women Directorate

atc,but not in general adninistration and police.

of

The



(7} Homen should have g guots evervwhers.

men Yor all the scrvices. They have
L

3 i Y
Turkey USSR and many other countries.

(83 Women are as sultable as
aisplayed it clesrly in T

of  services wherse women are Considered nore

The respondents were asked to give their preference of services

for which they consider the women to bhe mors sultable. The prefaerance

shows that seducation was considered most suitable For women.Health was

L

considerad to be the second most sultable service for women.The third
was the secretarialt service,followed by judicial,research,audit and
accounts, Banks,Wass,Telephons,Gez etce.letalled picture is indicated

in the Table-11.
Table~11
PREFERENCE OF SERVICES FOR WOMEN
Mame of service sultability Percentage

Education 19 17.27%
Health 14 12.72%
Secretairiat 1l 10.00%
Judicial 9 8.18%
Audit and aAccount 7 6. 56%
Administration é
Raesaarch g
Hospital, Tourism,
Hotel etc.
Sarvice Sectors{Banks,

wasd, Telephon,Gas eto. 36 5.45%
BCS (Postal) 1.81
Library Management 0.90%
Soclal Work/Welfare P0%
Taxation 81%
Forelgn Servics L 63%

4 5%

ks

~3

2.772%

=

o
o
h
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:

E-

Family Planning 2 L31%
Personal #ssistant 2 8

Receiptionist 5 L12%
Customs Service 2 L81%

il G T S N

LB1%

8
. A0

Economic Cadie
Textile
Computer

R aaallE o
3

&
K~
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4. Inter-service rivalry and iealousy in the present services:

e

The opinions of the spondents were sought as to  whether they



thought that there is tendency to breed inter service rivalry and
Jealousy in the present service structure.in answer to the guestion
67% of the respondents said that in the present service structure
theie  1s inter-service rivalry and jealousy.The ramaining 33% of the
respondents held that there is no inter- service rivalry and Jjealousy

in the present services.
Tanle~-172

Inter-service rivalry and Jealousy 1n the present sepvice
structure '

Existence of inter service Percantage
rivalry and jealousy

Yas &7
MO 23%

15,0 Example of inter-service jealousy and rivalry

The respondents who said that there are inter-service rivalry and
jealous in the present services wers asked to <ite axamples in
support of thelr contention. The examples clted by the respondents are

mairly as follows -

the posibbility of going to
thwe other cadre services do

(Acmr) service officers have
st gUVtPﬂm@ﬂL post,whareas
this opportunity.

the hi
not have

(1) BCS
ah

(23 The officers of the different cadre services placed in  the
same  scale of pay have not the same status and are not also
placed in the same position in the warirant of precedence.

(3 Promotion prospects  in the different services are not
uriform.

{47 Bacause of the supremacy exercissad o/ the admninistrative
Service over other services,inter-service jealousy and rivalry
develop.

(5 In  the districts,the Deputy Commissioners supsrvise t
activities of the officers of the same level in the other Cadres.
(67 Oiscrimination in recruitment / Promotion to the post of
Joint Secretary,fdditional Secretary and Secretary breeds inter-
service jealousy and rivalry.

48



(”} The fAssistant Commissioners consider themselves superior to
other officers of the same level inm the Upazilla.

(8 S50%  of senior appointments should have heen left to open
competition for the officers of the different services.But this
has not besn done.

ion.  But  the
e3  that the

{9 The doctors garn money through their professi
generalists do net like it. There are many exampl
doctors are harassead by UNO.

16. Mwa%ures to rﬁdupﬁ 1ﬂtﬁr~90rvice ravalry and  the negative

The respondents were asked to indicate the measures about how

Lo

remove or reduce the inter-service rivalry.The measures suggested were

mainly as follows :-

(1) Al services should nave the same status and facility
depending on the pay scales of the members of the various
servicas,

cadrs should not be allowed to hold  any

23 The officers of |
cadra services,

post belonging to othei

/-«

(2} The senior services pool should be re-introduced and

promotion [/ entry in the pool should be made according to  the

length of service and the performance jrfgrmlr ed on the basis of

the # C R's and interviews. This would minimise subjective bias
and political manipulation.

(4) f consistent  and  rational  carser planning  should be
intiroducad.

L o

itation of ona service by the others should be avoided.

(&) Conmbined training programme foir the officers of the various
services should be introduced at regular intervals.The main focus
will be to orient them on the administrative ethics and the over—
&ll  goal of the government to achigve betiterment of the people
and the natiocn at largs.

(7)) Cadre and non-cadre services should be abolished.The pay
scale  of  an officer should be the sole factor to determine the
status of an officer.

(8) IT egual pay end facilities.are ersured for all the services

there should not be any reason tor inter-service rivalry and
jealousy.

{93 ALl common  posts which can e manned by  any government

officer with certain length of service and seniority should be
identified in varions Minmistries / tonomas Bodies.

v
Al

v



Public servants should man /  head the

departments.

{11}y Promotion / Seletion in the higher posts in the various
cadres should be made on the basis of guota reserved Tor «ach
CAre service.

In @ach Hinistry the higrest
icers Trom the respective ¢a

=+ should be tilled up by

Q
&
=h N
Pt s

{3

(13) Career prospacts in the different services should be nade

uniforn.

(14} For =ach cadre,separate carser plan should be developed s0
that there 1is scope for each indivaidual officer to reach the
highest positici. :

(15) Mot wmore than 25% of the posts of secretaries to  the
governmant should be held by the members of one particular cadre.

V7. mpomalies /o drregularities in the present services

The respondents were asked to give their views as to whether

they

thought  that therse are anomalies / lrregularities in  the present

services., T0%  of the respondents held the v
anomalies /  rregularities  in bthe present services.30% of

i that there are no anomalies /  irregula

u

respondents  howaver,

anomaliss / lrregularities in the present services

Annomalies f ir“@ﬂu;aritiﬁs Percantage
in the pvaswni rYILCes.

Yes 70%

No 30%

are

the

rties

The responcents Wiho held that thers are ariomnalies /

irregularities in  the presant services wers asked to clte specific

cases of anomalies [/ irregularitises in the present services.
4

anomalies /[ irregularities enumerated by the responcents may be

up as follows -

L
O

The

summned



(1) In BOME clepartments the organisational st - UpD 18
compartmentalized with positions from top to bottom.but in some other
departments  like livestock services,although greater scopes for
development exist, the organisational t oup remains the same as 1t was
10 vears back.

(2) In many services the issuss like (a) Fixation of seniority, (b)
criteria for posting, (o) placement on completion of training are not
sattled.

(g

"y There are instancoes wiers the juniors  superseded the seniors:
withoutl valid reasons.

{4) In many services e prospects of promotion are  very low
because number of posts in higher position 1s limited. :

(%) Traiming  fTacilities  are sometimes going to  the  juniors
causing cdhissalisticition of the seniors.

(6 The issue of seniority betwesn the officers of the various

cadre services has not still been settled. This is  changed
according Lo the convenience of some officers at intervals.

(7) There are hundreds of officers who,instead of being absorbed
on a regular basis,have besn working on current charge for vyears
together without fi1lling the posts.

(8) Absence  of  uniform service structure - for identical
organizations makes horizontal / vertical movement of officers
betwsen sinllar organization rather ditfticult.

(9} Comtemporary officers in one cadre are found to have
promotion earlier than those in other cadre services.

(10} Promotions are not always fair.

Food, Land and contentment services to

F ;
ted discontent among some officers.

(113 amalgamation

o MS
BCS (admn) cadre has 3

I
crex
(12) Peopla are sometimes picked up at  random  for important
positions with no perceptible reasonz . This speaks of a system
of patronage in a limited sense,

(1231 Promotion procedure i1s not duly observed in all casas,
(L4} Proper men are nol posted in proper sectors and positions.
(151 Enginesrs,Doctors,agriculturists and other specialists are

not  given policy making authority and the highest posts in  the
concernad Ministiry.
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18 Frust iﬁﬁ officers

Loorficials regarding current

thelr services

It appears that many officers / officlals are not  happy
their current career prospects 1 their services.The respondents

2

askKed to give their recommendations as to how this frustration

with

ware

could

be reduced. The recommendations given by the respondents are hriefly

as follows -
(L) The status of an officer should be defined as per pay scale.

(2) The position of the officers should be defined 1in  the

warrant of precedencs on a rational bdbj

(5) There should be a well-defined career prouression plan for
all .the servicas,
(4 The senior services pool should be re-introduced. The

promotion should be given on the basis of the Llength of service
anct qua]ity of performance determined on the basis of ACR’s  and
1rterviews. allowsd horizontal adiustment at all levels

based on werit and attitude should be allowed.

(53 Professional prospacts should be considered in the Light of
the following -

(1) Me2i 1t
11) fcademic achievement and commitment to work.
(111} Publication.

(6) In many cases merit is not the basis of promotion now-a-
days. Subjective notion guides promotion. Personal relationship
also matters., This should bhe avoided.Promotion should be
considered solely on oblactive and neutral assesment of merit.
(7 Correct gradation list of officers should be maintained in
all sarvices.

(9 Political interference in wmatters of  appointment  and
promotion should be minimised.

{9 The  public servants can not buy a Tlat or a plot of land
with his meagre salary income unless he becomes corrupt.d  scheme

should be prepared so thalt an officer can own a small urban  Flat
or a plot of land buy mortgaging his provident fund and pension
gratuity.

(10D) ection Grads posts should be created where higher
posttions are Llimlted.




{11} Higher Time Scales should be given to the officers after
completion of a specific number of years of service if promotion
posts and the selection grade posts are limited.

(12) #An officer feels frustrated when he finds that his
comtemporary officers in other services have reached Positions
higher than his own.In order to reduce this frustration equal
prospects of promotion,pay status,facilities and powers should
be ensured for all the services.

(13) Every three years there should be avenues for an automatic
scale and status of higher post.This should be practised even if
there are no vacancies.

(14) A person with capability and right attitude should have the
scope to reach the highest position of « service. Weightage given
to seniority should be less and emphasis should be given on
attitude,performance and ability.

(15) For promotion to the post of grade five and above there should
be written and viva voce examination to be couducted by the PSC.

(16) all cadres do not/can not have the same prospects.But within
this limitation efforts should be made to provide eguitable
opportunities for all cadre services.

19.Continuation of the present recruitment policy :

The views of the respondents wére shought as  to whether the
prasent recruitment policy .should be continued,or revised or
rejected. 4% of the respondents said that ther present recruitment
policy should be revised.31% of the respondents held that the present
recruitment policy should be continued. 5% of thé
respondenits , however,contended that the present recruitment policy

should be rejected altogether and a new one be devised.

Table-14
Continuation of the present recrultment policy

Opinion Percentage
Should be continuad 31%
Should be revised 64%

Should be rejected and a new
cne be devised. 5%

53
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20. Aspects of revision in the present recruitment policy :

The respondents who recommended revision in the present
recruitment policy were asked to identify some of the aspects of the
revision.The replies in brief are were as follows :—

(1) HNo cadre post should be taken out of the purview of the PSC.

(2) The qualifications should be related to the specific
requirements of the post.

(3) Recruitment policy for technical services should be based
more on technical subjects rather than on general subjects.

(4) Promotion should be based more on merit than on seniority
and guota.

(5) There should be provision for intensive training for
improvement of skill and efficiency.

(6) The service status should be determined only on the basis of
pay scale.

(7) Examination  system  for specialized cadres like
Education,Engineering ,Health, fAgriculture etc. should he
different from other cadres.

(8) Time scale should he nade avallable to all
officers irrespective of cadre or non-cadre posts.

(9) The quota system should be abolished.

(10) The present limit of 27 vears of age should be raised to
minimum 30 years for entry into both government and semi-
government posts.

(11) Every cadre must get equal representation at national policy
level.Posting as joint Secretary and above should be made on
merit basis,and all cadre personnel should get the opportunity to
serve at the national level after a certain stage.

(12) There should be no scope for domination of one cadre by
another.

(13) BCS (Education) and BCS (Health) should be recruited purely
on  the basis of university examination results.For them there
should be no competitive examination persently conducted by the
PSC. '

(14) There should be provision for transfer of officers between
different cadres, from cadre to non-cadre services and vice
versa.This may specifically be applicable in respect of officers
of the Joint Secretary and the equivalent.



21. Methodolggx to replace the present policy of recruitment:

The respondents who advocated the rejection of the present
recrultment policy were asked to suggest methods to replace the
present system.In reply it was suggested that specialised officers
like Engineers,Doctors, Technologists, Agriculturists should have
special method of recruitment for appointment in their respective
cadres. In addition,it was recommended that the recruitment of all the
public servants including those in the Corporations / Autonomas Bodies
should be made through PSC to ensure equal opportunity for all and to
stop the undesirable supremacy of the cadred officers.

22. Posibility of a system althernative to the present cadre
services :

The respondents were asked to say whether they thought of any
system alternative to the presenlt cadre service. In reply 76% of the
respondents said that they did not foel that there is any need For any
system 4altermative to the present cadre services. 24% of the
respondents  however, felt that there is need jor replacement of Cthe

present cadre service by & new one.

Table-15
Posibility of systen alterpnative to the presemt cadre
services,

]
{

Heed Tor replacement of the Percenrage
present cadre service.

Yes 24%
NO 76%

The respondents who thought that there should be a system
alternative to the present cadre services were asked to indicate the
alternative system.In reply they suggessted elimination of the term

“Cadre" . Instead, they recommended equal  opportunity  and open
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competition for all the services during entry and promotion.In their
opinion the services now terned as ‘cadre -services' carry no
meaning. It 18 also not needed.d smaller number  of officers
constituting cadire-services Keeping thousands of officers outside the
purview of  the cadre-services is also not justiafible from ethical
point of view.The replacement of the cadre services by an alternative
system will reduce frustration and jealousy now prevailing among the
officers outside the cadre services.

2%3. Necessity of cadre services 1n Bangladesh :

The respondents were asked to indicate if there is any need for
the cadre services in Bangladesh. 80% of the respondents said that
there 1is need for cadre services in Bangladesh. The 20% of the
respondents stated there 1is no necessity fTor cadre services in

Bangladesh.
Table~-16

The necessity of cadre services in Bangladesh.

Meed tor cadre services Percertage
Yes 80%
No 20%

The respondents who advocated the need for cadre services were
asked to give reasons for their contention.The reasons stated by the
respondents were mainly as follows :-

(1) In order to attract the brilliant and the meritorious boys
and girls in government service it is necessary to retain the
cadre services,

(2) The persons belonging to cadre sercices develop skills to
perform  special functions for which specialized training /
axpertise is necessary.This function can not be well-performed by
persons outside the cadre.

&
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(3) The functions and duties are not the same in all the
Ministries / Departments. For smooth functioning of  the
government,the cadre service is necessary to ensure appropriate
training and skill.

(4) In absence of cadre services recrultment of officers might
bhe political.

(5) The cadre services have developed a long tradition and
evolved a well-tried system through a process of trial and error
method.

(6) Cadre services help ensure career prospects for the
officers.

24 . Encadrement of officials of the sutonomous Bodies and the
Semi-government organization

The respondents wers asked to give their views as to whether
the officials of the autonomas Bodies /  Semi-goverment Organization
should be encadred. 44% of the respondents replied in the
affirmative.The remaining 56% of the respondents did not support the
enq&drement of the officials of the autonomas Bodies/ Semi-government

organizations,
Table—L17
Encadremnent of officials of the Autonomus Bodies / Semi
government Organizations.
Yiews about encadrement of officials
of autonomous Bodies/Semi Govern- percentage
ment organizations.

In favour of encadrement 44%

fgainst encadremnent 56%

N
[ &3]

View about svstem of guota in ssrvice

&t present there 13 a system of quota Tfor women, Treedom
fighters ,districts,tribal areas etc.The respondernts were asked to
indicate whether the system of quota affects the quality of public
service.?77% of the respondents saila that the present system of quota
affects the quality of public services.The remaining 23% of the

respondents held that the system of quota dogs not affect the quality



of public service.
Table-18

Views about the system of quota in services.

Opinion about guota system Parcentage
fffects GQuality of service 7%
Does not affect the quality of service 23%

26. How does the system of quota affect guality of public
service

The respondents who thought that the present system of quota
affects the quality of public service were asked to give reasons for
thelr answer. The reasons fTurnished by the respondents can be
summnarised as follows :-

(1) -Batter gualified persons are deprived of their due and the
less qualified get preference due to quota restriction.This nay
be practised only in exceptional cases,and not as a matter of
routine.

(2) Because of quota system merit is ignored.As such,service
rendered by the less meritorious persons degrade the quality of
service.The quota  system brings discouragement for  the
meritorious students.The quota system for the freedon fighters
leads to confusion to-day.There should be no guota in the
recrulttment of officers,rather this may be observed only in
respect of Class 111 and 1Y emplyees.

() It forces government to accept inferior type of people  in
public service.lt gives importance and priority to a particular
saction of people instead of merit.

(4) Quota system is against Ffundamental rights.It does not allow
entry of the fittest in the services.fAs such,it is against
natural justice.

27. Ade limit for entry in government service :

Now-a-days,in many cases it takes more then 27 years of age to
complete university education. The opinions of the respondents  were
sought as to whether the present age limit of 27 years for entry in

government service 1is alright.The replies of the respondents were



mixaed. Most of the respondents,however, said that that the present age
limit For entry into government service is not right. The arguments
put Torward by them were briefly as follows -

(1) In the context of the present session back-log of the
universities the entry age for government service should be
raised to minimum 30 years.

(2) fge  limit may be enhanced upto 30 years because 1t  takes
abnormal time to complete university education.

(3) after completion of his education a student finds himself
more than 27 years of age. As such,he can not apply for a
government job.

(4) In most cases the students are not responsible for the dalay
in their academic courses.

(%) Academic atmoslphere is controllew is many cases oy
political organizations for which the situation of session back-
log goes beyond control.

(63 Many bright boys are barred for entry in examination for no
fault of their own.

(7) The present age limit is certainly not alright because of
sessions jam and other reasons prevailing in the umiversites. One
can hardly get out of the university with a degree before he is
aged 26/27 vyears.The age limit should be made 32 till the
sutuation improves.Moreover,the retirement age in governmnent
service should be the same as that of the teachers in the
uriversities i.e. 60 vears extendable upto 65 years. Since the
longevity and the life expectancy of the people have increased
considerably.

(8) The present age limit should be raised to 30 to reflect the
reality of higher education in Bangladesh.

The respondents who said that the present age limit of 27 years
for entry in government service is alright put forward the arguments
which are mainly as follows -

(1) Students feel pressurised to complete their university
education.The teachers and the government get compelled to take
neasures for avolding sessions jam.

(2) If the age limit is raised,the delaying tendency of the
university education will go beyond limit.

(%) The disturbing elements should be removed fTrom the
universities instead of raising the limit for entry into



government sarvice.,

(4) fge limit should remsin as it is,instead the regularization
of the sessions of the universities must be ensured at any cost.

(5) If the age limit is raised,the present condition of the

universities / educational institutions would further deteriorate.

(&) fige should not be relaxed, so that the government [/
university Authorities, and the students are made compelled to
complete their education within the normal period.

28. Delegation of the recruitment authority of Class II and
Class 111 goverment employees to the Division/District civil
authority. .

The respondents were asked to give their opinion as to whether

the authority for recruitment of Class Il and Class I[I1 government

emplovees should be delegated to the Division / District Civil

futhority.62% of  the respondents gave their views in favour of the

delegation.The remaining 38% of the respondents were not in favour of

the delegation.

Table~-19
Delegation of the recruitment authority of Class 11 and
Class 111 government emplovees to the Division /[ District
Civil Authority.

Delegation of authority for Recruitment percentage

Yes 62%
No 38%
29. The abolition of the Superior Selection Board and the

delegation of Authority to the concerned HMinistry for
promotion to the superior posts :

The Superior Selection Board has recently been abolished and
responsibility for recruitment by promotion to the superior posts

been delegated to the concerned Ministiriles.The respondents were

the

has

asked

to give *heir views as to whether the decision has been a rational one

or not.55% of the respondents held the view that the decision has

ot

heen a rational one. 45% of the respondents viewed the decision to be
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corract.

Table~20
The abolition of the Superior Selection Board and the
delegation of Authority to the concerned Hinistry for

|

promotion to the superior posts.

Views about decision to abolish the

Superior Selection Board : rational percentage
or not

Rational 45%

Mot rational 55%

not been a rational one :

The responderts who did not consider the decision to abolish the
Superior Selection Board to be a rational one gave their reasons
mainly as follows -

(1) & central body has the advantage of recruiting /promoting
the best condidates impartially as it can choose from amongst all

the candidates serving in the different organizations.

(2) The decision to abolish the 8SB is likely to inspire
nepotism and favourtism.

{2 The decision is likely to give opportunity for promoting
peoople having influence on the Ministry, rather than promoting
pople on the basis of merit,experience and qualification.
{4) While considering the cases of promotion to superior posts
the concerned Ministry is liable to be biased whereas such
happening might be rare in Superior Selection Board.
(5) Selection of superior officers should be done by a committee
/ Board not directly invoived in the day to day operation/
activities of the office / the officers.
(6) While considring the cases fco promotion to superior posts,
the Superior Selection Board can scrutinize the cases more
thoroughly and without any bias.

The respondents who said that the decision to abolish the

Superior Selection Board has been a rational one gave reasons in

support of their contention mainly as follows -
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{1} The Mimstiy concerned Kinows better about the officers of
the Ministry and the attached departments and as such it will be
in a better position to selsct right persons.

(2) Tt reduces un-necessary delay in promotion.

(3 It is  consistent with the govarimant policy of
decentralization of administrative powsr,

(43} Processing of cases of promotion by the Superior Selection
Board 1s  wvery much timeconsuming which may be avolded if the
promotion cases are dealt with by the concerned Ministry.

1. System of adhoc appointment

The respondents were asked to commernt orn whether fhe system of
adhoc  appointment specially for the develcopment projects should be
continued or not.61% of the respondents gave their views in favour of
the retention of the systen of adhoc appointnent,but 39% of them were
against the retention of the system of adhoc appointments.

Table-21

System of adhoc appointment

sdhoc gppointment should be retained percenrage

aor not

\f’-::g k’)l%
MO 9%

32. Reasons for retention of adhoc appointments :

The reasons given the respondents who were infavour of the
retention of adhoc appointment were mainly as follows -

(1) The provision for adhoc appeointiment will speead up
developnent work.

(2) The exigencies of clrcunstances sometimes demand such
appointment to be regularised in due course.

{3) It gives enough scope for selecting man without following
the lengthy process  of appointment this can also be changed
guickly it the appointee is Tound not it for the job.

(4) adhoc appointment is necessary for timely implementation of
the developmant projects.



(3) There is no alternative to adhoc appointment when completion
of project needs to be done guickly.Even in adhoc appointment
it 1s possible to maintain quality if recruitment is made on  the
basis of merit after wide publicity.

o

(6) The provision for adhoc appintment should contnue,but these
appointments should be made on contract basis for specific <tinme
during the duration of the project.

(7) The provision for adhnoc appointment helps recruitment of
people keeping aside the "red tapism”,a lengthy process.

The respondents who did not support the retention of the system
of adhoc appointment argued mainly as follows -

(1) aAdhoc appointment does not create the sense of belongingness
and hence the sense of responsibility among the adhoc recruits.

(2] Adhoc appointment should be avoided because it gives the
scope for nepotism, Tavourtism eta.

(%) The adhoc recruitment creates subsequent complications
particularly after the completion of the bproject when the
personnel so recruited become surplus.It becomes difficult to
absorb them slsewhers.

{4) The system of adhoo appointment atfects in many cases the
recrultment of people on the basis of merit.ss such,inefficient

anc bad elements get entry 1into projsct which disturbs
implementation of the project.



CHAPTER 4

CONCLUSION AND RECOMMENDATION
The need Tor a sound recrultment policy to ensure the guality of

personnel and raise the standard of the public services can hardly be
ovar-emphasized. The best sons of the soll can be offered for the

Public services only if a sound recruitment policy exists. Keepin

«Q

this  adea in view, the present study was undertaken to ascertain the

views of the respondents  about the recrultment olicy of the
b

<
government of Bangladesh. The respondents held important positions
likea fssistant Secretariea; Deputy Secretaries, Additional
Secraetaries, Secretaries Lo the government and  the equivalent
positions in the government Oepartments, Sector Corporations and the
autonomous  Bodies. The views of the respondents show that there‘ is
grough  scope  to effact amendmeirls an the recrultment policy of the

Governmant of Bancladesh. Based on the findings of the study the

following recommendations/observations are made :-

(1} at present therse are variocus types of guota reserved For various
categories of paopls. This creates impediments in the way of selection
of  candidates on the basis of merit, because the better qualified
perseons are deprived of their due opportunities and the less qualified
gelt preference. This degrades the qguality of service and brings
discouragement for the meritorious students. The system of quota
according Lo many, goes against the spirit of the fundamental rights
because 11t restricts the entry of the Tittest in the public service.
s such, 1t also goes against the principle of natural Justice. In
view of the position, the prasent system of quota nesds to bLe
reviewed. The raservation of guota T the freedom fighters, after 19

-

vears  of liberation, appears to be meaningless. The quota for the



women  should  also be restricted. There may not be any guota an the
»»»»»»» . ,
recrultment  of officers, rather this may be observed only in  respect

of Cla

111 and Class [V enployees. In fact, the system of qguota
should be practised only 1n a very exceplional cases.

(21 The government  employees of  Bangladesh are c¢lassified into
lgazetted and non-gazetted, and Class [, Class 11, Class II1 & Class
Tgl This .classification was made by the British for the Indian Civil
Service. Retention of this classification still to-day symbolizes the
continuation of the mentality and legacy of the colonial period and
does  not appear to be consistent with the values and the aspirations
of  the people of a democratically oriented society. In all fairness,
this  classification should be abolished and the same be  replaced by
various grades on  the basis of pay. This will fulfil the long
‘cheriﬁhed claim of  the emnplovees to establish a ‘classless
hureaucracy” .

(5} To | remoye wtar-service jealousy and  raivalry equal pay and
facllities should be ensured for the officers of the same level in the

differend, services. fAn officer feels frustrated whan he finds that his

contemporary officers in other services have reached positions higher
than his own. In order to reduce this frustration equal prospects of
promotion, pay, status, facilities and powers for the officers of the
same level in various services should be ensured.

(4) The BEN1LOr SerVIces  pocl may  be re-introduced. The
promotion/antry in the pool should be made according to the lenéth of
service and the pertformance of the officer determined on the basis of
the  ACR's and the interviews. (his will minimise the subjective bias
and the political manipulation in the promotion/selection of officers

i the higher positions.

o
e



{5) 0 The vecrurtment noiicy i a socio-political issue commected mnors

}

with the educational system and standard. Tt should synchoronize  with

the development  of  aducational  syslem  tfor which the recruiting

agencies  should  establiszh a linkage with the  Universities and  the

other hogher -educational instilitutions.

(&) Compined  Trainiog Programnme for the officers of the various
seprvices  shoulo be beld ot regular antervals. The wain focus of  such
programmes  will bDe o orient Lhem on the administrative ethics

cdevelopmental  1ssues  and  the over—all goals of the Govermment to

achileve the betterment of the people and the nation at large.

(7 A1 the  common posts which can be  manned by any  government
officer with  certain  length  of service and seniority should be
wdentified un differant Ministries/avlonomnous Bodies. The officers of

the  various cadres should be allowed opportunity to hold these posts

Ly horizontal mobility .

(8) el appointments  1n goveirnment, atonomnous bodies and

\

corporations should be made thirough the PSC for which multiple number

of  PSCTs  may be selb up. This will ensure  procurement of quality
personnel 1 all ordganizations.,

(9 For each cadrs, carser prog ion plan should be developad so
s f :

that there 1s a scope for each individual officer to reach the highest

e irt s cadre subject to hiz capability and performance.

L0 I many o merit s not the basis of  promotion.  Subjlective

-

notion  rather guides 1L, Personal realtionship also matters. This
should be avolded. Prowmotion should be considered solely on oblective
and newtral assessmant of merit.

(11} Political interterence 1n matio of appointments and  promotion

o

shioula e minimised.
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(12} At present career opportunity is not equal for all the public
servanié"because of differential recruitment system. Employees of
Corporation/autonomnous Bodies are recruited through their
recrultment/service rules and Tor that matter cadred government
servants are posted in Corporations/Autonomous Bodies in  higher
positions without experience and adequat; Knowleadge. Io_mavoid such
anomaly recruitment policy in all cases of public servants should be
uniform and the PSC should be given the responsibility to recruit all
public servants in the government and the Corporation/Autonomous
‘Bodies.

(13) There should not be scope for supremacy of one cadre over the
other. There should be provision for transfer of officers between the
different cadres, from cadre to non-cadre services and vice-versa.
This may specifically be applicable in respect of officers of the rank
of Joint Secretary and above.

(14) Recruitment policy for technical services should be based more on
technical subjects rather than on general subjects. Examination system
for the specialized cadres like education, engineering, health,
agriculture etc. should be different from other cadres.

(155 Th? posts in the development projects which are likely to
continue for a period of three years and above may be filled up by the
Public Service Commission through special recruitment examinstion. In
such cases, on completion of the pr?jects. the posts along with the
incumbents can easily be ‘transfered/converted into fevenue/cadre
posts. This will ensure proper implementation of the development

projects and smooth flow of personnel to regular governmenl services.



/
T

(16)7 Tﬁé{prééent age limit of 27 years for entry into Govt. service
appears  to be quilte unreasonable specially in the context of the
present sessions back-log and other conditions prevailing in  the
universities and educational institutions. One can hardly get-out of
the university with a degree before he is 27. after completion of
education a student finds himself not eligible to apply for any Govt.
job, because of his being age barred. For such a helpless situation a
student can not be held responsible. In such a context, by all
reasonable consiceration the age limit for entry into Govt. service
should be raised minimum to 30 years. In the same way the retirement
age in Govt. Service should be extended fo 60 years specially in view
of the fact that in recent years the longevity and the life expectancy

-of the people have increased considerably.
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Annexures

A STUDY OF THE RECRUITHMENT POLICY OF THE GOVERNMENT OF BANGLADESH

QUESTIONNATRE

(Opimons exprassed 1n response to the following gquestions do not

AL

o

atfect anything in your career)

PERSONAL INFORMATICN

1. Name . s
i Designation T e -
K Pay scale : e
4. length of service 1 @ -oeeeoe-

[\
5. Service status ooy Cadre, |

Ve
KNOWLEDGE ABOUT THE RECRUITMENT POLICY

6. Your ildea about the New Ssrvice s
as Unified career service int
September 1980

| Clear ,

\M%,WM_QWMM”Ww«_M__*m_/

3

o /mewmwmm_m~wAMm%,_mhmy

\
FoNot so olear '
\mm“w__mw_mm&“Wﬂ-~__“~/

P AU
1 Mot at all :

/

‘\vw»v’--ﬂ—\‘—uvv-‘-w\V«kw-— __._.—.__M*........__I{,
7. I not at all why 7

a. Nonavaillability ot the
documents.

. Lack of interest.
ol Other reasons.

g. Do you have any idea about the d
hetween cadre and non- cadre se
respect of status and facilities

l" ««««« “\ I/ T \s

I Yes | PoMo

yaten termead
roduced in

concarneac

ifferancas

rvices 1n



P Do you have any idea about the recruitment
nrocedure for the non-cadre posts ?
/=== /===
I Yes | VoNo
\mmm/ ANt /

-

10.  If yes, what sort of idea do you have

t1. Do you  Know  about  the procedure of
reqruitment of the Gazetted, HNon-gazetted,
class 11, 111 and IV employees ?

12. Do vyou think that there should be any
amendmant 1 the present policy of
recruitment to the non-cadre posts 7

/ \ o
, Yes | IoNo

v"\, Tmmmm—— / -,,\ Tmmm .//
13, IT yes, what are your recommencations.

4. Do you think that the present recruitment
policy ensure equal opportunity in  career
prospects  for  all  Governmernt anployeas—
cadred, non-cadied, gazetted and non-gazetted 7

/=N J \
i Yes | y Noo |
N

15. Do you feel any supremacy of one cadre upon
another 7

[y [y
Yes | poMo o
e / N/
16, If yes, how do you Know this 7 Have you seern
any body to bhe a victim of the system under
any circumstances.

17. at present the women are allowed entry in all
the services. Do you think that there should
he any restiction in the present systen.



[5e}

N3

L

For  which services would you consider the
womsn to be pore suitable 7 Would you please
classify in order of preference.

L.

Do you think that the present service
structure has inherent tendency to breed

~

nter-service ivalry and Jealousy 1

______ ’x,‘l / v, "\.
Yeas ) VoMo
****** ,j ’\ e f

o)

IT ves, would you cite any example of inter-
1ce jJealousy and rivalry 7

The present categorization in the bureaucracy
sucht as superior, subordinate, gazetted, non-
gazelted, class 1, class 11, class I]1l, class
IV and so on looks to be a colonial. What
alternative neasw es would you suggest 1o
replace T present categorisation of

“@ylces 7

What measures woluld you suggest to remove of
reduce  the service rivalry and the negative
faeling among the officers of the various
cadre and nof-cadre services 7

Do YOu think that there are
anomalies/irregularities in  the  present
services to which you belong 7

4 i,
~~~~~ \ /===
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24 . IT yes, what specitic anomalies/irregularities
have you noticed 7 Mention some of them.

NS
n
x

Many officers/officials are not happy with the
current career prospects in thelr services.

What would be your recommendations to reduce

frustration among  the officers/officials

within the constraints in  their current

caregr prospecls,

26.  In wour view the present recruitment policy 7
a. should be continued
b. should be revised

C. shiould be rejected altogether and a new one
should be devised

27. IF you agree with (26)(h), specify some of
the aspects of revision.

28. 1T you agree with 26(c¢) what methodology
would you suggest to replace the present one.

29. Do vyou think of any system alternative to the
S

present cadre services 7
e I

v Yes | poNoo
kS 7 B e e
sy \ /

30. IT yes, what alternative would you suggest.

31. Do you think that cadre service 1s necessary
in  Bangladesh. If no, give reasons for your

answer.
. /=
i Yes | boNo
\rme/ \e/



52, Do you support the encadrement of officials
o autonomous pody/Semi~Govt. organizations.
If yas, give reasons Tor your answers.

/=== /=

3%. At present there is a system of quota Tfor
women, freedom tighters, districts, tribal
agreas  etc. Do you think that this quota
system of quota affects quality in  public
service.

/== e
L Yes | v Noo
| / e/
.
4. 1t yes, please specify.

r\:‘,

35, Now a days 11 takes in many cases more than 2
YEATS of age to complete University
education. Do you think that the present age
Limit  Ffor entry in government service(27
years} 1s alright ? It no, give reasons of
YOU answer,

J ey fom ey
' Yes ; Noo )

36, Do you think that recrultment authority of
class 11 and [I1 Govt. employees should be
delegated to the division/district civil
authority 7 Give reasons for your answer.

/== J==\
I Yes | VoMo
N \--mme/

37. The Superior Selection Board has recently
bean  abolished and the responsibility for
recruitment by promotion to  superior posts
has bhean delegated 1o the concernad
ministries. Do vou think that the decision
has bheen a rational one 7 Give reasons for
Our answer,

38. Do you fTeel that +the system of acthoc
appointment spedcially for the developmernt

projects should be continued ?
/=== [\
, Yes | PoNo
l“'\ T / .I\\ T /

39.  Any other comments.
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* Muhammad Abdus Sobhan, Director General of the Directorate of
Youth Development, has Masters in Political Science(1958) and in
Social Welfare(1961) from the Dhaka University. He served the Dhaka
University as a lecturer at the Institute of Social Welfare from 1961
to 1964 .

Mr. Sobhan has studied Public Administration at the University of
Southern California, Los aAngeles, USa during 1963-64. He Jjoined the
Pakistan Postal Service in 1964 and held various responsible posts in
different times. He was Member Directing Staff at the Bangladesh
poministrative Staff College(1981-84); Director General, Islamic
Foundation(1984~87 & 1990 Director General, Juba Unnayan
Adhidaptar(88-89) and Member Directing Staff of the Bangladesh Public
Administration Training Centre(1989-90). He has a Tundamental research
on Disabled Children and has written a number of articles for various
newspapers. Mr. Sobhan has attended World Bank sponsored training on
Planning and Development in Washington in 1983, He has widely
travelled and attended several seminars, workshops, conferences in
country and abroad.

K M. Matiur Rahman, Director(Governmental System) of the Bangladesh
Public administration Trailning Centre has a Ph.D in Political Scilence
from the University of Washington(March 1987). Besides he has a Post-
Graduate Diploma in Social Science from the Stockholm University and
has completed a six months Special Doetoral course on  Education and
Development from the same University in 1979. Dr. Rahman obtained M.#.
in Political Science (1970) from the Rajshahl University; and
LL.B(1975) and Diploma in Journalism(1973) from the Dhaka University.
He served the Ideal College, Dhaka as a lecturer and subsequently as a
Vice-Principal since 1971 till fugust 1977. He was an Editor of the
dgradoot for sometimes. Dr. Rahman is associated with a number of
journals and papers as a contributor of different articles and write-

ups. He has regularly contributed articles & write-ups for the
Bangladesh Observer from Stockholm & the USA during 1977 and 1985, He
has worked  as a Research fAssistant of the University of

Washington(l981-8%) and a receiplent of Graduate Exchange Scholarship
for the same University. He has widely travelled, associated with a
nunber of socio-cultural organisations. He has the Knowledge of some
foreign languages. Dr. FRahman has specialization or training
technigues. He has completed World sponsored one Semester Course on
Training Techniques & Training Methodology at the University of
Southern California, Los #fngeles in 1986. Dr. Rahman has directed and
attended & number of seminars, workshops, conferences in country and
abroad.
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